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SUBJECT: Confidential Job Performance Report

1. PROBLEM:

The Office of Training needs systematic information concerning the
job groficiency of Agency employess as the only adsquate means of
appraising and improving its assessment, testing, and training
evaluation programs.

2. FACTS BEARING ON THE PROBLEM:

a. Individuals assessed, tested or evaluated during 1953 represented
a wide variety of job assignments under a wide variety of conditions
in all components o the Agency.

b. Many of the tests, assessments and evaluation procedures are kmown
to be useful in general for prediction of certain kinds of perform-
ances but their specific wvalidities for different kinds of Agency
assignments are not known. Until these are knowm the value of
Assessment and Evaluation programs will not be fully exploited.

¢. The DD/P has recognized the importance oi validation research and
has appointed & commitiee to work with the ALE Staff in planning
such research.

d. Personnel Evaluation Report (PER) is used periodically by supervisors
in all Agency components.

3. DISCUSSION:

Both because of its purpose as an &aid to the supervisor in dealing
with his people and because of the general reluctance of supervisors
to make realistic judgments of their employees for official purposes,
the PER is not a suitable research tool. There ars two possible
methods of obtaining realistic ippraisals of an employee's job per-
formances. Interviews with supervisors could yieéld much-'of value.
This method, however, is both time consuming and expenatwe and is
most suited to special investigation of a particular job. The second
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method is Yo routinely obtain a confidential report (see Annex 1
for a possible fowm) concerning the performace of oach individual
such information accwsulated over the years would have
the advantage of eovering & wider wariaty of jJobs, of obtalning
more tisn one estimete of an individual, and serve as a broad base
uson which to nake special studies designed to increase the vilue
of Assessment and Evaluation .rograms.

emloyes,

.2“

{LORCLUSICNS:

A procedsre is needed which will enable sapervisors to susply simply

and mu&inaly their satimtes of employes efficlsncy.

For praotical reasons, specisl evaluations should be made at the

game time as the periodical PER.

Thess reports should be forwsrded directly to the ALL Staff, Ofiice
of Training, % be used for ressarch purposss only and should not

be available for inchzion by anyons alase.

ACTICN ReCOMMENDED:

Approval in principle of the Special Performance Report, followed

by instructions to OTR W work out the detalls.

ANNEXES: 1
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Approved ForR§T€£

MATTHEW BAIRD
Director of Training

Qrige _sént to Kirkpatrick and returned 2/25.

orig. sent tof B returned) on 2/26 with
following comments by Kirkpatrick:

"This is okay, but don't believe it makes
clear whether these are to be filled out
on all personnel, or only those assessed;
believe latter mere practical."
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